The aim of this study was to test the direct and indirect effect of organizational virtuousness in organizational citizenship behaviors of teachers and propose a model with a causal connection. The population consisted of all secondary school teachers of Karaj metropolitan areas where by cluster method sampling and Morgan table 403 people selected. The aim of this study is functional and in terms of methodology is survey. Standard questionnaires used to collect data and all of them had good reliability and validity. To analyze the data confirmatory factor analysis and structural equation modeling techniques used. The results showed that schools organizational virtuousness directly affect Less and non-significant on organizational citizenship behavior of teachers. The assumed test pattern suggests that organizational virtuousness with the mediation of job satisfaction can affect the behavior of teachers' organizational citizenship behavior. The findings of this study emphasis the importance of reinforcement of schools as well as teachers' job satisfaction and organizational virtuousness.
Introduction
The concept of virtue refers to the competences of the moral innate (Hessel, 2013) , which through human activity contributes to improving social morality. Virtue discussed mainly in philosophy, but now, in terms of theory and application, it used in organizational researches. While early studies focused on virtue in behavior management, recent researches discuss the role of organizational virtuousness(VA) performance in other areas, such as creativity, turnover, quality, and profitability (Barclay, Markel, 2012) . Organizational virtuousness with greater participation and strong relationship between people and the valuable division of resources and information is due to the increased social investment (Cameron, Dutton,Quinn, 2003) . Of the positive performances of organizational virtuousness is the organization's ability to deal with the major problems faced and development of organizational virtuousness reduces the negative effects of these problems. Positive emotions and social investment created and spread by organizational virtuousness and leads to increment of individuals and organizations performance (Barkley,Markel, 2012) . In addition to organizational virtuousness variable, undoubtedly the effective functioning of organizations in all circumstances is related to their work, but the effort is not only in defined boundaries (job description) and goes beyond (Garg.Rastogi, 2006) . Incredible effort of staff is so important that the volume of its research, mainly on "organizational citizenship behavior(OCB)" is constantly on the rise. OCB variable has created a new wave of knowledge of the behavior of the corporate sector benefits and its importance is evident in organizational effectiveness (Oregon, 1988 : Podsakoif et al., 2000 .
The role of schools organizational virtuousness(VA) in teachers' organizational citizenship behavior(OCB)
Virtue is known as an integral element of good citizenship in communities, with the idea that it can create the field for interactions prosperity and social stability. So that it is essential to ensure the survival of the community (Cameron et al., 2004) . Cameron is one of the first scholars who worked on conceptualization of organizational virtuousness. He and his colleagues believed that organizational virtuousness consisted of community activities, cultural traits or processes that enable organizational characteristics to spread and maintain virtue (Cameron et al., 2004) . Accordingly, Cameron and his colleagues proposed a five-factor model of organizational virtuousness, including optimism, forgiveness, trust, compassion and integrity.
Effective schools have teachers who do their best voluntarily, non-remunerated, in addition to their role expectations and formal requirements, to assist administrators, other teachers and students and in general, school (DiPaol, Hoy, 2005) . In the literature of management and organizational behavior at school these efforts benefits, are remembered as organizational citizenship behaviors.
Several studies have shown that the virtue has a critical role in creating love and empathy (Rego et al., 2011) , moral strength, determination, difficulties tolerance (Seligman, 1999; Baumeiser, Exline, 2000) , health, happiness, resilience in the face of adversity (Ryff,Singer, 2008; Myers, 2000) . In short, ethics based on virtue is always looking for stimulation values, ideals and finding best responds to the question of what kind of organization we need to be (Chun, 2005) . It is also expected that individuals who perceive their organizations as virtuous develop relational psychological contracts with the organization, thus reacting with behaviors that go beyond their in-role duties (Coyle, 2002) . Feeling gratitude for working in a virtuous organization (Emmons, 2003) , the individuals feel compelled to reciprocate with acts that benefit the organization and other people (Eisenberger et al., 2001 ) .
The mediating role of teachers 'job satisfaction
One of the significant variables that has shown to have a high correlation with teachers' OCB is, "job satisfaction" (Garg,Rastogi, 2006; Oplatka, 2006; Bragger et al., 2005; Ngunia et al., 2006) . Teachers who have high job satisfaction and organizational commitment will show more enthusiasm in organizational citizenship behavior. The evidence shows that the virtue of forgiveness is less associated with richer social relationships, higher job satisfaction, sense of power, lack of physical diagnosis, faster recovery, stress and anxiety associated disease (McCullough, 2000) . Caprara et al., (2006) showed that the atmosphere of the school and many environmental variables affect job satisfaction. Evidence referred to, strengthens the assumption that organizational virtuousness, is a major determinant of job satisfaction among teachers. But according to the findings of many studies (such as Somech,DrachZahavy, 2000; LePine et al., 2002; Bajpai,Holani, 2011 and Zeinabadi, 2010) that admit the immediate effect of job satisfaction on organizational citizenship behavior, another assumption is strengthened. Accordingly, job satisfaction and organizational virtuousness is assumed as mediators effect on organizational citizenship behavior.
Problem Statement
There are few who do not believe schools and teachers not involved in the success or failure of students. Freiburg and Stein (1999) believe that school atmosphere is its heart and spirit that makes teachers and students love school and want to be part of it. Without a doubt the unique role of teacher in the education fate of students cannot be denied. But it is no secret, that not all teachers are the same in tasks and functions. Of course, teachers are successful who have certain attitudes and behaviors in their responsibilities. But the point which has remained unknown and is also the major problem of this research is how and through which factors or variables teachers' organizational citizenship behavior is affected?
This article is an answer to the challenges posed by those researchers. We agree with Wright and Goodstein's (2007) suggestion that the exploratory nature of the assessment method employed by Cameron et al. (2004) invites other researchers to employ such a measure in other contexts and in relation to other outcomes (e.g., employee loyalty; organizational commitment; and job Satisfaction). More specifically, we focus on how perceptions of organizational virtuousness predict organizational citizenship behavior (OCB), both directly and through the mediating role of affective job Satisfaction, the hypothesized model being depicted in Model 1. In other words, after achieving findings indicating role and direct and indirect importance of organizational virtuousness, the important question is does job satisfaction play a role between organizational virtuousness and organizational citizenship behavior? In this model, the effect of an exogenous latent variable (organizational virtuousness) and an indigenous latent variable (job satisfaction) are assumed positive in organizational citizenship behavior. In addition to having a direct and positive impact on organizational citizenship behavior it is assumed as an organizational virtuousness mediator on organizational citizenship behavior.
Figure 1: Hypothesized Model
Keeping this in mind, we structured the article as follows. We start by briefly discussing each construct's definition. Making use of a double-source method for collecting data on dependent and independent variables, we hope to contribute to a better understanding of what is surely a central challenge for many contemporary organizations and their managers: to identify forms of using and developing their human capital in a way that is mutually beneficial for themselves and their employees.
Objectives and hypotheses
The aim of this study was to test the direct and indirect effect of (through the intermediary of job satisfaction) organizational virtuousness in organizational citizenship behaviors of teachers and schools and propose a casual model. Given the pattern of research, this research has been to determine whether the data collected have the direct and indirect effects or not? And also whether it can be as organizational virtuousness through the impact on organizational citizenship behavior suggested teachers? Perhaps the ideal goal of this research was to improve teachers' organizational citizenship behavior by increasing job satisfaction and stimulating policy makers and researchers to pay more attention to the importance of organizational virtuousness in schools. To achieve these goals, the following hypotheses were tested:
 There is a significant correlation between organizational virtuousness, job satisfaction and organizational citizenship behavior of teachers.
 Organizational virtuousness has a significant direct effect on organizational citizenship behavior.
 Organizational virtuousness has a direct and significant impact on job satisfaction.
 Job satisfaction has a significant direct effect on organizational citizenship behavior.
 Organizational virtuousness has a significant indirect effect on organizational citizenship behavior.
 The given pattern is a good fit with the data.
Organizational Virtue
Job Satisfaction
OCB

Model 1: Hypothesized model
Methodology
Method of the study
The present study is "practical" in terms of purpose and "descriptive" in terms of method of data collection. Given that in this study the relations between the two and multivariate relationships and casual relationships (of causal modeling) between variables (in a given model) were considered, therefore it can be said that the method of the present study is a description of the correlation and bivariate causal modeling.
Population
The sample consisted of 403 teachers (208 men and 195 women) from public high school of four areas of Karaj metropolitan.
Data Analysis Method
The data was analyzed using LISREL 8.80 software. confirmatory factor analysis(CFA) is the basis of the measurement model in full structural equation modeling (SEM) and can be estimated using SEM software. LISREL is the most user-friendly. LISREL can read data files generated by a variety of different software packages and can estimate models by simply drawing a path diagram.
To assess the validity of the constructions "Confirmatory factor analysis" and to answer research questions "path analysis" (with respect to assumptions) used. That is means Following the completeion of validityand reliability analysis on the scales of research model; structural equation model (SEM) will be implemented in order to analyse the interaction among variables, identify direct and indirect effects on variables and test hypothesis and research model. SEM is a comprehensive statistical technique to test causal relationships among latent and observed variables (Yılmaz, 2004) . Structural model means structural equations that define the causal relationships among latent endogeneous and exogeneous variables and identify explained and unexplained variance. Measurement model is tested through confirmatory factor analysis, while structural model is tested through path analysys (Yilmaz, Çelik, 2009 ). Absolute fit indices determine how well an priori model fits the sample data (McDonald, Ho, 2002) and demonstrates which proposed model has the most superior fit. These measures provide the most fundamental indication of how well the proposed theory fits the data. Unlike incremental fit indices, their calculation does not rely on comparison with a baseline model but is instead a measure of how well the model fits in comparison to no model at all (Joreskog,Sorbom, 1993). Included in this category are the:
Chi-Squared test (X2): The Chi-Square value is the traditional measure for evaluating overall model fit and, 'assesses the magnitude of discrepancy between the sample and fitted covariances matrices' (Hu,Bentler, 1999) .
Comparative fit index (CFI): this statistic assumes that all latent variables are uncorrelated (null/independence model) and compares the sample covariance matrix with this null model (Bentler, 1990 ).
Goodness of fit (GFI) and the adjusted goodness of fit (AGFI): calculates the proportion of variance that is accounted for by the estimated population covariance (Tabachnick, Fidell, 2007) .
Normed fit index (NFI): This statistic assesses the model by comparing the χ2 value of the model to the χ2 of the null model (Bentler, Bonnet,1980) . Root mean square error of approximation (RMSEA): The RMSEA tells us how well the model, with unknown but optimally chosen parameter estimates would fit the populations covariance matrix (Byrne, 1998) .
It is worth noting that in both the CFA and in the process of examining how a given model fit indices Chi-Squared test (X 2 ) (as long as a significant loss), fitting comparison (CFI), between 0.9 and 1 (Hu, Bentler, 1999) , goodness of fit (GFI), between 0.9 to 1 (Miles,Shevlin,1998) , adaptive goodness of fit (AGFI) ,between 0.9 to 1 (Tabachnick, Fidell, 2007) and mean square error of approximation (RMSEA), less than 0.08 (Steiger,Lind, 1980) used. For a closer look at the pattern additional measures including the normal fit index (NFI), between 0.9 and 1 (Bentler, Bonnet,1980) and incremental fit index (IFI), between 0.9 and 1(Kline, 2011) used.
Research tools
Data was collected using 3 standard questionnaires. To measure organizational virtuousness Cameron et al questionnaire with 15 items (2004) designed based on 5 dimensions of organizational optimism, organizational trust, organizational compassion, organizational solidarity, organizational mercy was used. Also, the job satisfaction questionnaire with 20 items of Minnesota (MSQ), developed by Weiss et al.,(1967) was used to measure internal satisfaction, external satisfaction and overall satisfaction. OCB of teachers was measured using Dipaloa's questionnaire of 15 items (2004) . In this study, teachers were asked to describe the statements during the five-point scale of Likerd grading (from very low=1 to very high=5). The reliability of the questionnaire was reported 0.92, 0.92 and 0.85 respectively using the Cronbach's alpha for organizational virtuousness, job satisfaction and organizational citizenship behavior (by the removal of two items).
To assess the validity and confirmatory factor analysis was conducted and it was found that scales with high throughput and a good fit measure organizational virtuousness, job satisfaction and organizational citizenship behavior variables (Table 1) . Table 1 , one of the indicators is not desirable. But it should be noted that: First, there is no convergence among scholars about the optimal value of the indices; for instance, some believe even very large amount of 5 degrees of (X 2 /df) freedom is fit (Wheaton, 1977) . Second, when the square index (X 2 ) becomes significant for reasons such as an increase in the sample size, attention is paid to alternative indices. Clearly rest of the indices are at an acceptable level so standardized coefficients and indicators are fitted showing the validity of these tools and the perfect fit of the measured variables with the data. Table 2 shows the variables described using the mean and standard deviation. Table 2 shows, there is a significant correlation between all the variables at 0.01. The highest coefficient of correlation was between organizational virtuousness (r=0.72) and job satisfaction of teachers. After that OCB has the highest correlation with job satisfaction (r=0.63). The organizational virtuousness has the lowest correlation with organizational citizenship behavior (r=0.48). The first hypothesis test conclusion is that there is a significant correlation between the variables.
Findings
Before examining the hypotheses, to inform them of the presence of exogenous and endogenous variable in the model, as a first step, given fitted model offered. Model 2 is achieved from the relationship between latent exogenous variable (organizational virtuousness) with an endogenous latent variable (OCB) and endogenous latent variable intermediary other (job satisfaction).
Figure 2: Assumed model of study after fit
In the test of given model, the direct and indirect effects of the parameters in Table 3 have been examined and reported. Table 3 and test of second hypothesis, we find that, a standard parameter coefficient (β=0.03) shows significance between organizational virtuousness and organizational citizenship behavior and t value at 0.38 is evidence of direct influence; also OCB is insignificant on organizational virtuousness. Therefore, the direct effects of exogenous variables are statistically insignificant. Test of third hypothesis suggests that the standard parameter coefficient of (β=0.77) and t at 10.82 are evidences of the direct and significant impact on job satisfaction to organizational virtuousness. The fourth hypothesis testing also showed that satisfaction with the standard parameter coefficient of (β=0.71) had a direct impact on organizational citizenship behavior of teachers. The study of this effect at t value of 6.99 indicated that the effect is statistically significant. The fifth hypothesis suggests that organizational virtuousness (with the mediation of job satisfaction) with standard parameter coefficient (β=0.57) have an indirect effect on organizational citizenship behavior of teachers. In considering the significance of this work, the value of t equal to 9.04, suggests that this effect is statistically significant. To test the sixth hypothesis of goodness of fit index pattern is analyzed and reported in Table 4 . As seen in Table 4 , (X 2 /df) and (RMSEA) is not desirable. But it should be noted that: First, there is no convergence among scholars about the optimal value of this indexes for instance, some believe even very large amount of 5 degrees of freedom (X 2 /df) are fit (Wheaton, 1977) . Second, when the square index of (X 2 ) inter alia becomes statistically significant by increasing the sample size, attention is paid to alternative indices. Clearly rest of these indices are at an acceptable level except RMSEA! GFI to 0.93, AGFI to 0.90, NFI equal to 0.91, CFI and IFI equal to 0.93 are all higher than the 0.9 and at an acceptable level.
There fore and Due to this one of the paths (a direct effect organizational citizenship behavior on organizational virtuousness) is not significant, can't said be given an appropriate model and complete model to explain the organizational citizenship behavior. In this cases, can be "modify " model (Schumacker & Lomax, 2004) . they know the Remove nonsignificant paths the proper way. On the basis in this review by removing the direct effect of organizational citizenship behavior on organizational virtuousness, Amended and re-fitted to a given pattern that results report in table 5.
Table 5: Direct and indirect effects and Indicators of goodness fit of the final model
As seen in Table 5 , these indices are at an acceptable level. On the basis of this result is sixth hypothesis, the given pattern, can be a good fit to the data and can be proposed as organizational virtuousness through the impact on organizational citizenship behavior of teachers.
Discussion
The aim of this study was to test the direct and indirect effects of (through the intermediary of job satisfaction) organizational virtuousness in organizational citizenship behaviors of teachers and schools. Results showed verification of all hypotheses, but the second one. In the first hypothesis testing, correlation coefficients between the variables of the study showed that there is a significant correlation between all the variables at 0.01. The second hypothesis test results show that the organizational virtuousness has a direct, low and non-significant impact on organizational citizenship behavior of teachers. However, in this study, the correlation between organizational virtuousness and organizational citizenship behaviors of teachers(r=0.48) is reported significant, but direct research to examine this relationship is not seen to be comparable, but it is not a significant direct effect, unlike Bogler and Samech (2009) and Oplatka (2009) it is more or less the same individual variables of organizational virtuousness on organizational citizenship behavior in non-educational organizations. In fact, teachers with good ethics, trust, forgiveness, honesty, compassion and optimism in the school environment are certainly evidences of organizational behavior, but whether teachers immediately and directly impact on organizational citizenship behavior.. In contrast agents explained this result with similar research in the past, it should be stated that, first, they are different organizational characteristics, secondly it can be due to the culture of the countries where the research is carried out.
The third hypothesis testing showed that organizational virtuousness has a strong and significant impact on teachers' job satisfaction. This result is consistent with previous research results, such as Capra (2006) Zeinabadi (2009 and 2010) showed that job satisfaction has (direct or indirect) impact on their organizational citizenship behavior in several ways in several ways. The results indicate that job satisfaction makes organizational citizenship behavior through helping other teachers to help students in the classroom and outside the classroom, the school in general, parents and contribute to personal growth done (Zeinabadi, 2010) . Organizational virtuousness has an indirect effect on organizational citizenship behavior with job satisfaction mediating which was tested in the fifth hypothesis. The test results demonstrate that significant effect of the relationship was indirect. Therefore, we can conclude that organizational virtuousnesse through job satisfaction has a positive indirect effect on organizational citizenship behavior of teachers. When organizational virtuousnesses and virtuous behavior-oriented development which include the development of optimism, confidence, compassion, solidarity and forgiveness in the organization, the human resources greatly enhances retention and satisfaction, because the school or organization with virtuousnesses, habits, attitudes and actions leads to the production of social and individual happiness and will introduce these to employees with gratitude and when teachers are happy in school it eventually leads to such complacency, leading to the behaviors that they referred to the organizational citizenship behaviors (Varmazyar, 2013) .
Sixth hypothesis test results showed that the model fit the supposed goodness of fit model with the data of a given pattern, and pattern can be given as a model for organizational virtuousnesse effect on organizational citizenship behavior of teachers.
According to what has been through, the great impact of organizational citizenship behavior is considered the most important and most logical explanation about its importance of (Smith et al., 1983; Padsakof et al., 2000; Dipaola, Hui, 2005) . Therefore, in the community of teachers, voluntary behavior at school can help teachers to help students and the school in general as well as contributing to personal growth, classroom, administrators and even parents. Organizational virtuousnesses with moral character properties are recognized as high performance organizations. As schools of higher corporate virtues are certainly, in this behavior that it will be known as organizational citizenship behavior, but as we have seen, for most of these behaviors, teachers in schools with high organizational virtuousnesses, working they must also have high job satisfaction. However, for growth of such attitudes and feelings, teachers who are working at schools with high virtue must have high job satisfaction; that is because with such views and feelings, they will truly and deeply love the school and its environment and take on their duties better than ever or even more than they are expected to.
Conclusion
The world has never experienced such magnitude of economic depression as the one it currently faces. Thus, at a time like this there is usually the urge on the part of organizations and their members to indulge in unethical practices as a surviving strategy. Fortunate enough, positive organizational behavior such as virtuousness and individual employee optimism have proved to be what organizations really needed to survive with a in a dilapidated business environment. The main thrust of positive psychology has been to catalyze a change in the focus of psychology from pre-occupation only with repairing the worst things in life to also building positive qualities (Seligman, Csiksentmihalyi, 2000) . Ignoring the positive aspect of work is inappropriate if we must appreciate the meaning and effects of working (Turner et al.,2002) . It is against this background that studies on positive psychology such as the present is not only timely, but necessary. Accordingly, those working in education and training managers as the most important factor of social, economic and cultural development to achieve better and higher education, should strengthen the mechanisms of organizational virtuousness and provide job satisfaction of teachers in schools. Finally, it is suggested that in future studies, the researchers compare the test pattern, different levels of education in schools, by age, gender, education, job experience and organizational level of teachers or add some other variables for which there is no justification.
